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Abstract
The article explores the mandate of the National Council for Higher Education in 
Uganda and establishes that one of its major functions is to monitor the health of aca-
demic institutions.  In context, the literature and empirical evidence here revealed that 
the health of the universities chartered by National Council for Higher Education will 
depend on the job satisfaction of staff in their various ranks. Currently, the reward 
system provided is weak and insignificant.  It was concluded by suggesting a model on 
which university managers and other stakeholders should focus in order to influence 
staff satisfaction and ensure quality education delivery in the country.
Introduction
The last ten years or so in Uganda have witnessed the birth of a number of private uni-
versities.  Apart from a few like the Islamic University in Uganda, Nkumba University 
and Uganda Christian University, most universities are less than ten years old.  Today, 
we have more than 20 private universities in Uganda.  With the growth and establish-
ment of more universities both public and private, the government come up with the 
universities and other tertiary institutions act, in 2001to which the President assented on 
25/3/2001.  It is stressed in this act that private implies a university registered under the 
act, the proprietor of which is a person, firm, or organization other than government and 
basically maintained out of funds other than public funds.
Moreover, the government thought it equally important to establish the National Coun-
cil for Higher Education (NCHE) whose objectives are:  (a) to implement the objectives 
of the Act;  (b) to promote and develop the processing and dissemination of informa-
tion on higher education for the benefit of the people;  (c) to advise the Minister on the 
establishment and accreditation of public and private institutions of Higher Education; 
(d) to receive, consider and process applications for the establishment and accreditation 
of public and private institutions of Higher Education;  (e) to register all institutions of 
Higher Education established under this Act;  (f) to receive and investigate complaints 
relating to institutions of Higher Education and take appropriate action;  (g) to monitor, 
evaluate and regulate institutions of Higher Education;  (h) in co-operation with the 
relevant Government department, private sector, or the different institutions of Higher 
Education, to evaluate the overall national manpower requirement and recommend so-
lutions to the requirements;  (i) to ensure minimum standards for courses of study and 
the equating of degrees, diplomas and certificates awarded by the different public and 
private institutions of Higher Education;  (j) to set and co-ordinate national standards for 
admission of students to the different institutions of Higher Education;  (k) to determine 
the equivalent of all types of academic and professional qualifications of degrees, diplo-
mas and certificates obtained elsewhere with those awarded by Uganda institutions of 
Higher Education for recognition in Uganda;  (l) to certify that an institution of Higher 
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Education has adequate and accessible physical structures and staff for the courses to 
be offered by it;  (m) to promote national interests in courses of study and professional 
qualifications among the different types of institutions of Higher Education;  (n) to en-
sure that adequate facilities and opportunities for carrier guidance and counseling are 
provided by the institutions of Higher Education;  (o) to collect, examine and publish 
information relating to the different institution of Higher Education;  (p) to generally 
advise the government on policy and other matters relating to institutions of Higher 
Education;  (q) to perform any other function incidental to the objects of the Act or 
relating to higher education in Uganda or that may be conferred upon it by the Minister 
or any other law.
The above are definitely excellent objectives.  However, while the government through 
such a council continue to press for quality education and high standards, employees of 
such universities like any other sector in the country, demand for satisfaction not only 
with the work design itself but with pay, supervision, promotion and the like.  A case 
in point are the strikes by the government state owned institution and the largest in the 
country-like Makerere and Kyambogo Universities.  Dissatisfaction with pay was a 
concern not only to the academic staff but other members in their various categories. 
For example on 21st March, 2004 the Vice Chancellor of Makerere University, during 
the graduation ceremony appealed to government to look into the current compensa-
tion package of staff members (New Vision and Monitor, March 2004).  No sooner 
had the Vice Chancellor’s appeal been put into consideration than the academic staff 
members were on strike.  The strike was called off only when there was intervention 
by the President (New Vision, April 14th 2004).  Aware, therefore, that all universities 
are run under the same act and are operating under the same environmental conditions, 
private universities cannot afford to sit on the fence and wait.  Private universities are 
closely monitored but not significantly assisted with government resources.  Makerere 
is a public university defined in the universities and other Tertiary Institutions Act of 
2001, as established by the Ministry with the approval of parliament under Section 22 
and maintained out of public funds.  However, the public funds given to it have not 
yet satisfied staff and the activities there.  To what extent does this phenomena exist in 
private universities?  Thus, the main purpose of this research study was therefore to es-
tablish the extent to which staff in private universities are satisfied with different aspects 
of their job in order to help such institutions direct policy, plan ahead, and continuously 
improve for quality education service delivery as demanded by the National Council for 
Higher Education.
Indeed despite the well articulated function of National Council for Higher Education 
and the general need by all universities to provide quality education, there is urgent need 
to ascertain whether the employees are satisfied with their work, whether work is well 
designed, and to also to determine whether pay as well as promotion that are in place 
are satisfying.  Quality education requires student focus, a focus on process as well as 
results, the use of employees expertise, fact based decision making and feedback.  Uni-
versities need to completely avoid negative feedback in form of strikes like those that 
have occurred in our universities.  We should have feedback through research, such as 
this, in order to move ahead as professionals.  One cannot justifiably expect employees 
to appreciate quality, think quality and produce quality if institutional rewards such as 
compensation are perceived as poor and therefore not appreciated by staff members. 
Put another way, it is the climate of work quality which promotes pride and profession-
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alism.  To meet the challenges effectively and efficiently, private universities are chal-
lenged to work tirelessly to avoid strikes and instead promote satisfaction.  They must 
easily acquire and be able to retain talented administrators and staff at all levels.  It has 
been observed by the National Council for Higher Education in its Strategic Plan (June, 
2003) that higher education be it private or public in Uganda is currently characterized 
among others with (1)  inadequate instruction within or under crowded lecture rooms; 
(2)  Obsolete and often non-existent equipment;  (3)  low motivation of staff which has 
resulted into a high rate of brain drain to the civil and global market;  (4)  limited re-
search activities due to inadequate funding and a poor research policy.  This research is 
aimed at verifying some of these assertions empirically.
Additionally, the National Council for Higher Education Strategic Plan (p.23) empha-
sized the importance of attraction and retention of academic staff.  It is observed that 
the quality of tertiary education is dependant on its academic staff.  The academic staff 
are the core of quality education provision.  According to this document, to attract and 
retain good academic staff, the owners of tertiary institutions are asked to (1)  Institute 
a salary package commensurate with the staff training and skills;  (2)  Establish and 
enforce appropriate staff student ratio;  (3)  Establish minimum qualification require-
ments in both the universities and other tertiary institutions;  (4)  Establish a competi-
tive research fund, such that each higher education institution must find the equivalent 
monies equal to 5% of the gross annual salary of each member of staff for research;  (5) 
Put in place clear transparent guidelines of procedures for selecting staff to benefit from 
staff development programmes and the choice of discipline to fund.  These are some of 
the cardinal areas that this research seeks to investigate empirically and come up with 
practical recommendation for action.
Besides, Lambert, Hogan and Barton (2001) asserts that “the health of an educational 
institution depends on the job satisfaction of its employees, (p.58).”  Roznowski and 
Hulin (1992) confirmed that after an individual is hired, knowledge of his or her job 
satisfaction becomes the most important piece of data a manager or organizational psy-
chologist can have.  Robbins (1998) also concluded that a satisfied workforce leads to 
higher productivity because of fewer disruptions such as absenteeism, departure of good 
employees, and incidents of destructive behaviour.  The presence of satisfied employees 
also translates into lower medical and life insurance costs.  Society in general benefits 
too because satisfaction on the job contributes to satisfaction off the job.  High job 
satisfaction as a goal can lead to saving dollars and cents as well as increasing social 
responsibility, Lambert, Hogan and Barton (2001).
Literature Review
The general purpose of this study is to document job satisfaction of employees in private 
universities.  The primary goal of this literature review is to review important informa-
tion about the construct of job satisfaction and other important organization outcomes. 
The literature review addressed the (a) meaning of job satisfaction, (b) importance of 
job satisfaction, (c) theoretical framework of job satisfaction, (d) measurement of job 
satisfaction, (e) job satisfaction as criterion variable, (f) job satisfaction as predictor 
variable, and (g) job satisfaction research in universities generally.

Makerere Journal of Higher Education (MAJOHE) Vol. 2, 2009
Meaning of Job Satisfaction
People bring mental and physical abilities and time to their jobs.  Many try to make 
a difference in their lives and in the lives of others through working.  The reason for 
wanting a job is often considerably more than just a paycheck.  Jobs can be looked at as 
a means used to achieve personal goals.  When a job meets or exceeds an individual’s 
expectation, the individual often experiences positive emotions.  These positive emo-
tions represent job satisfaction.  Job satisfaction in turn is a major contributor to life 
satisfaction (Smith & Plant, 1982), a personal goal that many find worth pursuing.
Job satisfaction may be compared to another source of life satisfaction – marriage.  When 
people lack marriage satisfaction or experience dissatisfaction in their union, they often 
get a divorce.  It is similar with the relationship between employee and employer.
To grasp the meaning of construct like job satisfaction, it seems logical to look at how 
it is defined in the literature.  The search for a universal definition of job satisfaction 
is not a difficult one;  it is an impossible one.  Even though many researchers define 
job satisfaction, the definitions vary.  The three definitions most commonly referred to 
among researchers are Hoppock’s, Locke’s and Vroom’s.  In the thirties, Hoppock’s 
(1935) response to the question “What is job satisfaction?” was:  “…. any combination 
of psychological, physiological, and environmental circumstances that causes a person 
truthfully to say, “I am satisfied with my job” (p.47). Locke’s (1976) answer to the same 
question in the seventies was:  “….. a pleasurable or positive emotional state resulting 
from the appraisal of one’s job or job experiences” (p.1300).  Wanous et al (1997) who 
used the terms “job satisfaction” and “job attitudes” interchangeably, defined job satis-
faction as “…. Affective orientation on the part of individuals toward work roles which 
they are presently occupying” (p.99).  Even though the definitions vary, a commonality 
among them seems to be that job satisfaction is a job-related emotional reaction.
Definition of Job Satisfaction
In reviewing the literature it becomes apparent that job satisfaction can be defined in a 
number of ways.  Ivancevich and Donnelly (1968) define job satisfaction as “the favor-
able viewpoint of the worker toward the work role he/she presently occupies” (p.172). 
A succinct definition given by Spector (1987) states that “Job satisfaction is simply how 
people feel about their jobs and different aspects of their job”  Nine different operational 
definitions of job satisfaction are identified by Wanous and Lawler (1972).  Each of 
the operational definitions are described in terms of how different aspects or facets of 
job satisfaction are measured and how they combine to achieve an overall measure of 
satisfaction.  The definitions include:  (1) overall job satisfaction as the sum of job facet 
satisfaction across all facets of a job, (2) job satisfaction as a weighted sum of job facet 
satisfaction, (3) job satisfaction as the sum of goal attainment or need fulfillment when 
summoned across job facets, (4) job satisfaction as a correspondence to Vroom’s “va-
lence of a job”, (5) job satisfaction as a discrepancy between how much there is now and 
how much there should be, (6) job satisfaction as a result of comparison between fulfill-
ment and desires or ideals in the present, (7) job satisfaction as a measure of desires or 
ideals of what one would like, (8) job satisfaction as the importance of a job facet that 
determines the degree of affect produced by an amount of discrepancy between fulfill-
ment and desires, and (9) job satisfaction as the discrepancy between the importance 
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of a job facet and the perception of fulfillment from a facet.  A person’s perception of 
effort and rewards compared to others, employees will put less into their work and be 
less productive.
Reference group theory combines aspects of equity theory with the importance of un-
derstanding the group with whom the individual relates (Gruneberg, 1979).  The theory 
speculates that since individuals compare themselves with others to determine if they 
are being treated equitably, then knowledge of the reference group will facilitate the un-
derstanding of workers’ job satisfaction.  How an individual chooses a reference group 
or what constitutes a reference group is not clear according to Gruneberg.
The situation theory of job satisfaction has been advanced by Quarstein, McAfee, and 
Glassman (1992).  This theory posits that job satisfaction is determined by two factors 
which are labeled situational characteristics and situational occurrences.  Situational 
characteristics include those things workers evaluate before taking a job such as pay, 
promotion, working conditions, and supervision.  Situational occurrences are those 
things workers do not previously evaluate and include factors that can be positive or 
negative.  Positive factors might be tangible or intangible, while negative factors might 
include typical inconveniences or irritations associated with the work environment. 
Quarstein et al (1992) maintain that both situational characteristics and situational oc-
currences affect job satisfaction and understanding them can facilitate improved worker 
satisfaction.
The theory of individual differences in job satisfaction (Motowidlo, 1996) is a cognitive 
approach to understanding the causes of job satisfaction.  This model posits that when 
workers view their jobs favorably, their evaluation is based on retrieving stored memo-
ries from all positive and negative events associated with previous work environments.
Measurement of Job Satisfaction
Ways to measure job satisfaction have been attempted since Hoppock’s monograph 
was presented in 1935 (Ivancevick & Donnelly, 1968).  Since then thousands of stud-
ies have been conducted to try to determine the sources of workers’ satisfaction and 
dissatisfaction with their jobs (Locke, 1969; Spector, 1985).  Locke (1969) notes that 
despite the number of studies completed, advances in understanding the phenomenon 
of job satisfaction have not kept pace with the research.  In reviewing the literature it 
becomes apparent that many different methods of collecting data and analyzing it are 
used.  Because of the numerous methods used to investigate job satisfaction, different 
results are obtained (Locke, Smith, Kendall, Hulin, & Miller, 1964).  The data collec-
tion techniques most often used in studies of job satisfaction included questionnaires, 
interviews, rank order studies, sentence completion tests, and critical incident inquiries 
(Fournet, Distefano, & Pryer, 1969).
The most commonly used technique to measure job satisfaction is the questionnaire 
(Fournet, Distefano, & Pryer, 1969, Spector, 1987).  Spector (1987) states that using 
existing questionnaires is an easy way to assess job satisfaction.  Since they have been 
used in previous studies, reliability, validity, and norms generally have been established 
(Spector, 1987).  Other advantages of using questionnaires include increase likelihood 
of insured confidentiality, ease of administering, economical, and frankness in response 
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if used anonymously (Pedhazur & Schmelkin, 1991).  Because it is less likely to devi-
ate from the instructions and administration methods, Pedhazur and Schmelkin observe 
that questionnaires are less susceptible to bias.  In this study, the use of questionnaire 
amongst private university staff has been adopted.
Job satisfaction questionnaire can be divided into two types.  One type measures overall 
job satisfaction and includes devices such as the Hoppock Job Satisfaction Scale or the 
Gallop Poll question, while the other type measures the various facets of the job and in-
cludes measures such as the Job Descriptive Index (JDI) and the Minnesota Satisfaction 
Questionnaire (MSQ) (Scarpello & Campbell, 1983).  Scarpello and Campbell (1983) 
note that although both types of job satisfaction measures are useful depending upon 
the information sought, global measures and sum of facet measures are not equivalent 
measures.  Scarpello & Campbell (1983) examined the relationship between the sum 
of facets on the MSQ and a single-item global satisfaction scale and found only a 0.32 
correlation between the two measures.  The literature discusses some disadvantages of 
using preexisting job satisfaction scales.  Wanous and Lawler (1972) state that important 
construct and validity.
Gerhart (1987), for example, reported negative direct effects of education on job sat-
isfaction.  They concluded that younger workers, who have a higher level of formal 
education, may be dissatisfied with performing the routine tasks required in most jobs. 
DeSantis and Durst (1996) compared job satisfaction among public and private-sector 
employees.  They identified many similarities between the two groups, but one of the 
clear differences concerned the education variable.  The expected negative relationship 
between education and overall job satisfaction was much stronger for the private-sec-
tor individuals who were employed in unchallenging positions and experiencing larger 
gaps between expectations and realities.
Work-Related Characteristics
Job satisfaction can be affected by the work situation.  Any aspect of the job and em-
ploying organization is part of the work situation.  Based on an extensive review of 
the literature, Bruce and Blackburn (1992), Locke (1976), identified challenging work, 
equitable rewards, supportive working conditions, and supportive colleagues as main 
determinants of job satisfaction (also cited in Robbins, 1998).
Challenging Work
The work itself is another factor that correlates most highly with overall job satisfaction 
(Schneider, Gunnarson, & Wheeler, 1992).  Employees’ preference tends to be jobs that 
let them apply their abilities and skills and embody a diversity to tasks, freedom, and 
performance feedback.  This preference makes work mentally challenging.  Challenging 
has to be balanced.  Not enough challenge can lead to boredom, but too much challenge 
can cause employees to experience frustration and feelings of failure.  An appropriate 
level of challenge will cause feelings of pleasure and satisfaction (Bruce & Blackburn, 
1992; Locke, 1976). 
Equitable Rewards
Pay and promotion are rewards employees tend to expect for their efforts.  Pay and 
promotion lead to satisfaction when they are perceived as being fair.  For pay to be 
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fair, decisions on the amount of pay should reflect job requirements, people’s abilities 
and community pay standards.  By the same token, employees encounter satisfaction 
when they perceive that promotion decisions are the result of fair policies and processes 
(Bruce & Blackburn, 1992; Locke, 1976, 1983).
Supportive Working Conditions
People want to be comfortable and safe while they work (Mpaata, 1998).  Appropriate 
lighting, temperature and noise level are several aspects that keep people from being 
uncomfortable, and therefore, from experiencing dissatisfaction.  People want the tan-
gible items that they need to work to perform their job well.  In an office environment, 
examples for tangibles are computers, copiers, fax machines, and phones.  Furthermore, 
people prefer cleanliness to dirt and living close to their jobs over living far away (Bruce 
& Blackburn, 1992; Locke, 1976).
Supportive Colleagues
Many individuals’ social need can be satisfied through their favorable interaction with 
both coworkers and managers at work.  Sympathetic and helpful coworkers can increase 
employee job satisfaction.   Managers who interact favorably with employees assist in 
solving problems are aware of employees’ challenges and are able to communicate ef-
fectively and provide constructive feedback periodically.  These managerial behaviours 
can be lead to increased job satisfaction for employees (Bruce & Blackburn, 1992; Her-
zberg et al., 1957; Locke, 1976, 1983) and Locke et al. 1983
Job Satisfaction and Performance
During the 1930s-1950s, the notion existed that happy workers are productive workers. 
Research conducted based on that notion and with the goal to show a positive relation-
ship between job satisfaction and job performance found little support for such a rela-
tionship Locke et al (1983).  Bruce and Blackburn (1992) presented the fact that a posi-
tive job satisfaction-performance relationship is possible, but so is the possibility of no 
relationship as well as a negative relationship.  Spector (1997) pointed out the potential-
ity of a performance-satisfaction relationship in addition to the satisfaction-performance 
relationship.  In this opinion, more evidence exists that better performances experience 
more job satisfaction because they receive rewards associated with good performance. 
This may also be true for private universities.
Considering the financial performance in terms of annual returns of the 100 best com-
panies to work for in America, Griffin (1981) asked the question:  “Do employees make 
companies successful, or do successful companies make employees happy?” The re-
searcher concluded that causation exists in both directions.  Interesting was also the 
presence of happy workers in companies which under performed as indicated by very 
low annual returns or losses.
Job Satisfaction and Absenteeism
Studies investigating the job satisfaction-absenteeism relationship have documented 
consistent, significant, but moderate negative relationship (Locke, 1976).  Employees 
who are satisfied are less likely to be absent than employees who are dissatisfied.  Ab-
sence is influenced by job satisfaction but also by, for example, pressure or lack of 
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pressure to attend.  Incentives for attendance or punishment for absence can decrease 
absenteeism.  Liberal sick leave policies can cause employees, including the highly 
satisfied ones, to be absent.
Job Satisfaction and Turnover
According to Mobely (1982), a weak-to-moderate negative relationship exists between 
job satisfaction and turnover.  High job satisfaction leads to low turnover.  In general, 
dissatisfied workers are more likely to quit than those who are satisfied.  But it is also a 
fact that some dissatisfied workers never leave, and some satisfied workers do take jobs 
in other organizations.
Compensation and Job Satisfaction
Pfeffer, (1990) contends that high compensation contingent on organizational perfor-
mance is one of the seven human resources practices of successful organization.  In this 
way, some relationship exists between what a firm pays its employees and the quality 
of the workforce it attracts and retains.  According to Pfeffer, the level of salaries sends 
a message to the organization’s workforce weather they are truly valued or not.  Hulin 
(1991) also observed that experienced job/work dissatisfaction leads to job withdraw 
which is a set of behaviours that dissatisfied individuals inact to avoid the work situa-
tion.
According to the equity theory, the relationship between compensation and job satisfac-
tion include how fair the worker perceives the compensation as well as the actual amount 
of compensation received.  Milkovich & Newman (1990) described two theories that 
illustrate how the equity theory operates.  Milkovich & Newman 1990 proposed that 
individuals compare their inputs and outcomes to those of some relevant other person 
in determining whether or not they are treated fairly.  While salary is only one aspect of 
reward, it is the most visible and the most easily modified even in universities.
The second equity theory of Milkovich & Newman (1990) suggested that feeling of 
inequity are not dependent on comparisons made between a worker and other workers 
within the same organization, but rather by comparisons the worker makes to people in 
other organizations considered relevant or similar to the one in which the worker is em-
ployed.  This theory suggests that individuals make equity comparisons based on other 
organizations they consider relevant to their own.  Employees consider their salaries fair 
if the salaries are viewed as equal to those of workers in other organizations the workers 
perceive as similar to their own.
Additionally,  Locke et al (1983) considered compensation to be an important variable 
in job satisfaction and included high pay in his description of the key element of most 
satisfying work roles.  For him, worker’s perception of the fairness of compensation is 
more important that the actual amount received.  Additional, Locke et al (1983) contend-
ed that individuals are guided by a moral system which is basic tenet for fair distribution 
of rewards.  If a worker receives less than what is perceived fair, the worker considers 
that an injustice.  On the other hand, if the worker perceived that more is received than 
has been earned, he/she feels guilt.  It can be concluded from the above analysis, that 
job satisfaction is a function of the difference between the amount of reward a person 
believes should be received and the amount the person actually receives.
Bruce and Blackburn (1992) supported the theory that pay equity is more important than 
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the actual dollar amount and thus “people at work have a clear idea of what they ought 
to be paid in comparison with others and in relation with their skill, experience, and so 
forth”.  Gruneberg (1979) observed that, “Pay means more to an individual than just the 
potential of acquiring material goods”.
Promotion and Job Satisfaction
It has been suggested that how a worker views the opportunity for advancement is im-
portant to how satisfied he/she is with the job.  Earlier researchers like Locke et al (1983) 
found considerable evidence to suggest that promotional opportunities are important to 
a worker’s satisfaction with the job.  It is emphasized that job satisfaction is directly 
related to the extent to which jobs provide individuals with rewarding outcomes.  For 
example when a staff member believes that achievement of University goals will lead 
to such personal rewards as promotion, then it is likely to affect the his/her job satisfac-
tion.
Other researchers like Schneider, Gunnarson, & Wheeler (1992) have proved that pro-
motional opportunity is important to job satisfaction.  They have concluded that em-
ployees who perceive few opportunities for advancement have negative attitudes toward 
their work and their organizations.
It is noted from the above literature that most university employees may consider their 
present positions as stepping stones to higher ones.  The research by Sutter, (1994) also 
found promotional opportunities to be a predictor of job satisfaction.
Some studies on Job Satisfaction in Institutions of Higher Learning in 
Uganda
Research on job satisfaction in tertiary institutions of Higher learning in Uganda has not 
been detailed.  Thus, Ssesanga (2001) observed that there are very few scholarly and 
scientific studies in the area of academic job satisfaction in Uganda’s higher education. 
The few that are available show low levels of Academic staff satisfaction, for example 
Bameka (1996) explored the factors affecting academic staff productivity at Makerere 
University.  Bameka was particularly concerned with motivation and concluded that the 
level of motivation of the academic staff has a significant effect on their productivity.
The most recent and comprehensive study was on work satisfaction of academic staff 
of Makerere conducted by Turyagyenda (2004).  It confirmed that Makerere Academic 
staff were very dissatisfied with the current compensation practices but very satisfied 
with the promotion practices.  Ssesanga (2001) and Turyagyenda focused only on the 
academic staff but not all university staff that this study put into consideration. Besides, 
Mulindwa (1998) particularly assessed job satisfaction among academic and adminis-
trative staff of Uganda Polytechnic Kyambogo and revealed that remuneration were the 
greatest contributor to job satisfaction among staff followed by government policy on 
the education sector.
Comparatively, Tizikara (1998) studied academic staff satisfaction in Makerere Uni-
versity compared with the Islamic University in Uganda (IUIU).  It was concluded that 
there was a significant difference between these two institutions in respect to pay and 
incentives. Meanwhile, Ssesanga (2001) found no compelling evidence to show a gen-
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der influence on supervision satisfaction.  His study documented that both Uganda male 
and female dons expressed higher satisfaction with co-worker behaviour, collegial par-
ticipation and delegation.
The study population and sample size
The study population composed of all member of staff of Nkumba University (NU) and 
Uganda Christian University, Mukono totaling 268.  The sample of 120 was selected on 
the basis of only those who had the requisite qualifications to understand the question-
naire, and those who had served in the university for at least 3 years.  This consideration 
was reached because promotion opportunities come to those who have worked for at 
least 3 years.  Secondly, it is those employees who have stayed for some time that have 
a clear understanding of the behaviour in the organization.
Data Collection instruments
The questionnaire were constituted using the five Likert Scale type of questions.  The 
staff respondents were asked to choose the answers from a scale ranging from strongly 
agree, to strongly disagree.  Strongly agree was equal to 5 while strongly disagree was 
equal to 1.  
This questionnaire was designed to collect data in the areas of personal characteristics, com-
pensation, promotion, role conflict and ambiguity, and the aspect of the work itself.
In the questionnaire, the researcher used a number of items mostly developed from the 
original Job descriptive index (JDI) and integrated it with other items in the areas of 
the work scale.  These were areas of the Promotion scale as was applied by Roznowski 
(1989) when examining the measurement properties of the job descriptive index.
The study did not only use the primary data, but also extensively used the secondary 
data which was got mostly from the internet, textbooks, Uganda Government Publica-
tions, articles in international and local journals, conference papers and some internal 
reports from these two universities.
Data Quality Control
The questionnaire was first pretested (piloting) using some of the members of the Aca-
demic staff who are part of the study population.  The questions of the questionnaire 
were discussed with the experts, for modification and guidance in order to improve the 
reliability and validity of the study.  The comments given by these experts and partici-
pants in piloting were incorporated into the final questionnaires.  The reliability of the 
questionnaire went as high as 0.79.
Questionnaire administration/Data Collection
This project employed five research assistants to physically deliver and collect the filled 
questionnaires from different departments of the universities.  The five research assis-
tants were given specific areas of operation and a detailed mode of data collection.
The questionnaires were first delivered to the respective respondents in different depart-
ments and were left there for the respondents to fill them.  After five working days, the 
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research assistants went for the first follow-up.  The fully filled questionnaires were 
retrieved leaving behind those that were not ready.  After three days a second follow-
up was made, to those who did not return the questionnaire.  After one week, a third 
follow up was made.  Finally a forth follow-up was made after a week.  In all a total of 
95 usable questionnaires were returned representing 79% response rate.  It was the 95 
questionnaires that were used in the subsequent data analysis.
Data Analysis
Data was analyzed using not only descriptive statistics to determine the different kinds 
of responses and their frequencies to each question but other methods as well.  For 
example, in order to determine the commonality of different responses, factor analysis 
was employed.  This was followed by regression analysis and the analysis of variance 
in order to provide answers to the different questions raised for this research.  Thus, 
the most common computer package of special programmes for social sciences (SPSS, 
2000) was employed.
Factor Analysis results
Factor Analysis was employed in this research because of the large number of items that 
were used to investigate each facet as was indicated by each section in the questionnaire. 
It helped this study to identify two or more questions that result in a set of responses that 
are highly correlated among the data.  It also helped the researcher to identify appropri-
ate variables for inclusion in subsequent analytical procedures.
Factor Analysis I: Pay Satisfaction Component Analysis
Bartlett’s sphericety test was performed to determine whether the correlation matrix 
of the 28 items should be factored.  The null hypothesis was rejected at the 0.001 sig-
nificance level and the principal components method was used to extract factors from 
the correlation matrix.  The use of an eigenvalue cut-off point of 1.0, as suggested by 
Kaiser, resulted in eight factors.  The factors’ were then rotated using varimax rotation. 
The factor loadings for eight factors are exhibited in table 1.  The loadings smaller than 
0.40 have been omitted for the sake of readability.  The results of factor analysis for the 
28 items as explained in terms of factors from varimax rotation matrix can be detailed 
in table 2.
Table 1: the initial Eigen values, percentages of variance, sum of squared loadings, and  
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This table shows that there are eight extracted factors from the question items on pay 
satisfaction.  The details were analyzed in the subsequent table.
Table   Factor loadings and communality estimates for pay satisfaction items
Factor 1:  Current pay package Factor 2:  Professional Concentration
Item Content Loading Item Content Loading
10
Income not enough 
for expenses
0.806 25




Pay is less than the 
deserved
0.62 24




Skill and effort not 
paid
0.82 26 Low levels of research 0.71
17
Overall not satisfied 
with pay
0.74 28 Little  focus on the job 0.58
21
Low pay creates low 
morale
0.67 30








Pay cannot attract 
and retain staff
0.55
Factor 3:  University Fund Accountability Factor 4:  Professional Ethics
Item Content Loading Item Content Loading
37
University funds & 
resource availability
0.79 20














Poor pay making one 
unprofessional
0.69
Factor 5:  Corruption/Theft Practices Factor 6:  Dual Employment Practice










contributing to no ac-
countability
0.71 19
Working full time else 
where as well
0.84
Factor 7:  Future Pay Assurance Factor 8:  Pay Linked to Performance
Item Content Loading Item Content Loading
13
Future pay being 
assured
0.871 16
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The Factor analysis on the pay satisfaction items do reveal that there where eight factors 
identified as current remuneration package, professional concentration, university fund 
accountability, professional ethics, corruption/theft of university property, dual employ-
ment practice, future pay assurance, and pay increase tied to performance.  All the eight 
factors explained a total of 73.4% of the rotation sums of squared loadings.  This implies 
that the above identified factors are very important in the minds of the university staff. 
Put another way, they are factors that have the potential to influence staff satisfaction 
given the pay practices at such universities.
Factor Analysis 2: The Present Promotion Satisfaction
Just like in the first case, Bartlett’s test of sphericety was performed to determine wheth-
er the correlation matrix of the 20 items should be factored.  The null hypothesis was 
rejected at 0.001 significance level and immediately, the principal components method 
was used to extract factors from the correlation matrix.  The factor loadings for seven 
factors are indicated in table 3.  It is indicated that the total variance for the 20 items is 
as high as 72.0% indicating that this is another very significant factor to the satisfaction 
of university employees.
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Extraction Method: Principal Component
Given the above results, analysis was performed on the theoretical implications of the 
above factors.  The results are also indicated in table 4.
Table : Factor loadings and communality Estimates for Promotion Satisfaction 
Measures
Factor 1:  Clear Policy for Promotion Factor 2:  Promotion Transparency
Item Content Loading Item Content Loading
45 Specified rules for promotion 0.71 46
Promotion based 
on whom you 
know
0.695
48 Opportunities for promo-tion 0.69 56 Promotion based 
on teaching
0.468
50 Regular promotion policy 0.57
44 Promotion policy com-municated 0.692
49 Promotion policy fair 0.80
47 Promotion based on favoritism 0.77
51 Promotion are arbitrary 0.53
Factor 3:  Qualified Promotion Committee Factor 4:  Merit Based Promotion
Item Content Loading Item Content Loading
52 Regularly does its job 0.630 40 Promotion rewards for hard workers 0.587
53 Qualified people on it 0.768 41 Promotion is for top performers 0.765
54 Policy is realistic and practical 0.66 42
Using your voice 
to get ahead 0.746
Factor 5:  Academic based promotion Factor 6:  Promotion Criteria
Item Content Loading Item Content Loading
46 Knowing the right per-son for promotion 0.674 56
Based on teach-
ing experience & 
seniority
0.715
55 Academic based quali-fication 0.782 57
Based on research 
& publication 0.78




selecting and promoting 
people who see things 
the way they do
The factor analysis indicated that factor loading for the promotion satisfaction items can 
be summarized using seven facets. These contributed 72% of the total cumulative vari-
ance.  These factors were identified as clear policy for promotion, promotion transparen-
cy, qualified promotion committee, merit based promotion, academic based promotion, 
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promotion criteria, and family based recruitment.  These are the important factors in the 
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Break a rule or policy in 














Incompatible requests from 
different people
0.65
Factor 3:  Time Management Factor4:  Job Clarity
Item Content Loading Item Content Loading
96 Knowledge of time division 0.67 94














The major purpose of this research was to establish the effects of the present institu-
tional rewards, role conflict, and role ambiguity on job satisfaction of staff in private 
universities in Uganda.  Nkumba and Uganda Christian University, Mukono were used 
to identify and establish the above effects.  The hypotheses were therefore tested as fol-
lows:
Hypothesis I
The first hypothesis stated that there is a positive and significant contribution of institu-
tional rewards, role conflict and role ambiguity on the job satisfaction of staff in private 
universities.  In order to test the above hypothesis, a regression analysis was performed 
using institutional rewards, role conflict and role ambiguity generated factors (from fac-
tor analysis) as the independent variables.  Job Satisfaction was then used as the depen-
dent variable.  Thus, the regression model was determined as follows:
Y =  B0 + ß1  X1, + ß 2 X2 + ß 3 X3 + ∑
Where:
Y  =  Job satisfaction factor items
B0 ß 1 ß 2 ß 3 =  Constants in the model
X1 =  Promotion satisfaction extracted factors
X2 =  Pay satisfaction extracted factors
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X3 =  Role conflict and ambiguity extracted factors
∑ =  Error term
The analysis in table 7 reveals that among the extracted factors only two link with the 
present staff job satisfaction.  Put another way, the job satisfaction of staff in private 
universities of especially Mukono and Nkumba is currently based on only two factors. 
The first is “Job Clarity” and the second is “promotion criteria”.  It is these that such 
private universities have put in place to the satisfaction of staff in their institutions.  As 
indicated in table 4:107 there was significant constant for both variables (ß
0
 = 93.4, t = 
123.0, p < 0.000).  The promotion criteria yielded (ß = 0.432, t = 3.485, p < 0.001) and 
job clarity factor  (ß = 0.369, t = 3.230, p < 0.002).  This indicated that, the two factors 
were very significant at 1% level.
Table 7 Two significant factors that link with 
Job Satisfaction in Private Universities
Coefficients a
93.459 .760 123.027 .000
2.855 .819 .432 3.485 .001
93.430 .700 133.478 .000
2.746 .756 .415 3.634 .001

















Job Clarity as per the factor analysis had items measure (94) which asked whether the 
respondents feel certain about how much authority they have, whether there are clear, 
planned goals and objectives for one’s job (item 95) and item 99 which sought to deter-
mine whether explanation is clear of what one has to do while on the job (job descrip-
tion)..
Similary the promotion criteria factor had two items that sought staff opinion on whether 
promotion should be based on teaching experience and or seniority of the academic staff 
and whether promotion should be based on research and publication on part of the aca-
demic staff.  It is concluded that the promotion based on these facets is the one needed 
in these two universities.  It is important to note that all the other extracted factors in 
factor analysis have not yet been practiced to a significant level in these two institutions. 
There are very important factors in the satisfaction of staff but not yet significantly prac-
ticed.  These factors were extracted by stepwise regression analysis while still using job 
satisfaction as the dependant variable.  They are indicated in table 8.
Table  Set backs for staff satisfaction in the 
two Universities
Excluded Variable b













































































































a. Predictors in the Model: (Constant), SECAQ02
b. Dependent Variable: WORK 1
It is indicated in table 8 that the major challenge private universities face is the current 
remuneration package.  The present one is insignificant and one that contributes to the 
dissatisfaction of staff in the universities of Nkumba and Uganda Christian University, 
with  (t = -1.380 p < 0.173) Therefore the present package is insignificant and negatively 
contributing to job satisfaction of staff in these institutions.
It should be noted that this was the largest factor derived from factor analysis.  De-
scriptive statistics had consistently indicated that the largest percentage of staff were 
dissatisfied with these items.  Items in this factor alone contributed 19.1% of the total 
variance.  The items asked respondents about the income they receive.  The majority of 
the staff agreed that the income from the university is inadequate for normal expenses, 
it is less than what they deserve, it does not reflect the skills and effort they put into their 
work, they are not satisfied with pay, pay contributes to low moral amongst the members 
of staff, the package contributes to inability to attract and retain them, and finally the 
present package contributes to inability to pay for biological children to study in good 
schools.  Scientifically, all these items had strong and significant commonality given 
that the extracted sum of squared loadings was as high as 34.685%.
The second insignificant factor in the study was professional concentration.  The staffs 
in private universities have not significantly practiced this to their satisfaction leave 
alone to that of the universities.  It, also contributes insignificantly to job satisfaction 
and the contribution is negative (t - 0.258, p < 0.797).  This factor had items like hostil-
ity towards members of the university, lack of focus leading to decreased contact/assis-
tance to students and other customers of the university and the like.
The third factor was university fund accountability.  Most members of staff where not 
sure whether there is accountability in their institutions.  In other words, the present ac-
countability practices do not contribute to satisfaction of staff (t – 0.622 p < 0.536).  This 
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implies that the present degree of transparency is low if not insignificantly practiced.
The factor that followed was professional ethics or unethical behaviour.  This has not 
been practiced significantly in these two institutions.  It had items such as the present 
package contributing to academic dishonesty like giving grades without fully marking 
the student’s scripts.  Not covering the syllabus, bringing back past examination papers 
due to lack of time to prepare new ones and the like.  Although some members of staff 
may have no professional ethics, the practice of such unethical behaviour is presently 
not significant at all(t = 0.622, p < 0.536).  In the same way, corruption and theft is not 
at present significant.  Presently it is insignificant in these private universities and even 
negative with (t = -0.444, p < 0.659).  There is no corruption practices in these two 
chartered institutions.
Besides, dual employment practice is another factor that was significant and one that 
can be handled by providing a realistic remuneration package (t = 1.930, p>0.058).  This 
was significant and a positive factor.  It is implied here that in as long as pay is not suf-
ficient as perceived by the staff in private universities, there is likelihood of practicing 
dual employment.  Put another way, it may be presently some staff members who might 
be having some other full time job elsewhere.  This is what the items in the question-
naire asked.
In the same way, universities have to continue to make future pay assurances and most 
important link pay increase to performance.  Presently, these are insignificant factors. 
The other variables also show that there is no link between the name of the university 
and job satisfaction.  This means that both universities have the same challenges(t = 
1.263 p < 0.211) while gender too is not a factor in determining who is satisfied or not(t 
= 0.05, p < 0.996).  Both male and female have it the same way.  The same happens to 
marital status, age, highest formal education, length of service, and nature of employ-
ment.  They are all insignificant when considering staff pay satisfaction at university.
Job Satisfaction and Promotion Practices in Private Universities
In order to determine which of the extracted factors from promotion factors, do influ-
ence job satisfaction of staff in private universities,  a multiple regression was performed 
using job satisfaction as the dependant variable and all the extracted seven factors as the 
independent variables.  Thus
Y  = B0 +  ß1 , X1, + ß2 X2, + ß3 X3, + ß X4, + ß5 X5, + ß 6 X6, + ß7 X7 + ∑ 
where
Y  = Job Satisfaction factor items
B0 ß1   ß7   = Constants in the model
X1, to X7   = all the extracted factors from promotion items
∑ = Error item.
The results in table 9 reveal that only promotion criteria has the significant main effect 
on the job satisfaction of staff in the private universities with a beta constant (t = 118.1, 
p > 0.000) and promotion criteria itself (t = 4.063, p > 0.000).  These were highly sig-
nificant even at the 1% level.  This confirms the earlier finding that these two private 
universities have got a significant promotion criterion and the staffs in these institutions 
are satisfied with it given their jobs.  Staff therefore emphasised it here that keep promo-
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tion based on academic qualification, teaching experience, as well as seniority of the 
staff.  This is what satisfies them on the job and can inspire them to produce results.
Table 9 The Effects of Promotion Criteria on Job Satisfaction
Coefficients a
93.867 .795 118.109 .000
3.123 .769 .447 4.063 .000
(Constant)
Promotion Criteria









Besides, on the results in table 10, it can also be deduced that the name of the university 
is not a significant factor when analyzing the link between promotion facets and job sat-
isfaction (t = 0.664 p < 0.509) implying that people in the two universities perceive it in 
the same way.  Similarly, the  faculty institutions/schools or department is also not sig-
nificant (t = -1.432, p < 0.157).  The sex of the respondent was not significant (t = 0.216, 
p > 0.830), the same is true for the age bracket of the staff (t = 0.09, p < 0.993) and all 
the other demographic variables of marital status current title, highest formal education 
length of service in the university as well as the nature of employment.  However it is 
noted here that these university need to make clear the promotion policy and rule.  This, 
as indicated was not significantly practiced  (t = 0.405 p. < 0.687).  Promotion should be 
made transparent and the qualifications as well as the names of those on the promotion 
committee should be published and made known since descriptive statistics showed that 
most respondents were undecided on most the items concerning this factor.
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Table 10 Insignificant variables on the Promotion Facet Items and Job Satisfaction
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c. Predictors in the Model: (Constant), SECAQ02
d. Dependent Variable: WORK 1
Finally, family based recruitment is not significant in these two institutions (t = 1.104 
p < 0.274).  However, it is noted that all these are potential factors that can cause work 
dissatisfaction in these universities, once practiced.
Conclusion, and Implications
The results analaysed leads this research to the following conclusions:
1. There is a weak institutional reward system of pay in the private universities of 
Nkumba and Uganda Christian University Mukono.
2. The promotion criteria and jobs are very clear in these two institutions and they 
are significantly linked to job satisfaction of staff working there.  Thus, more than 
70% of the staff approve promotion based on academic qualification, research 
and publication, and not seniority per se.
3. Job satisfaction of staff in these two private universities is at present influenced 
by job clarity and the promotion criteria but not pay.  Clarity referred to an under-
standing and acceptance of what to do, when to do it, and how to do it.  Therefore 
staff have a through understanding of the job, what the goals or objectives are, 
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and how they should be accomplished.
4. There is no significant role conflict and ambiguity in these two institutions.
5. There are three significant moderators/personal characteristics on the effects of 
institutional rewards, role conflict and ambiguity on job satisfaction of staff in 
Uganda  Christian University Mukono but not for Nkumba.  These are tenure, 
gender and highest formal education.
6. There is no significant difference between staff satisfaction in Nkumba and Ugan-
da Christian University Mukono.
7. It was found that 73.7% of the staff in these institutions supplement pay by prac-
ticing part time employment and therefore there is a weak professional concentra-
tion which is linked to poor pay.
8. It was established that 61.3% of the staff reported that the present compensation 
practices do not reflect their skill and effort.
9. Despite the poor pay reported, results revealed that there is a strong professional 
ethical behaviour in these two universities.  Consequently, 60.7% perceived that 
the examination system is well managed.  Similarly, it was established that the 
poor package does not contribute to corruption and theft of university resources. 
Perhaps this is explained by the strong moral fiber behind these two chartered 
universities.
10. While funds in these two institutions are perceived to be utilized properly, there is 
a weak transparency processes as perceived by staff in these institutions.
11. The most satisfied department/faculty with the job itself is the School of Com-
mercial Industrial Art and Design (CIAD) followed by law and then the School 
of Business Administration (SBA).  While the least satisfied members come from 
the Academic Registrar’s office and those working under the Dean of Students. 
However, satisfaction with the current pay and promotion varies with academic 
rank for Uganda Christian University Mukono.
12. It was established that 75% of the staff perceived work as routine while 73.4% 
think that there is no link between pay and performance.  However, as many as 
78% of the responds confirmed that the work they do use the best of their abilities 
and indeed 80.4% of the respondents disagreed with the statement that their work 
is boring.
13. The most interesting finding is that despite the poor pay, 93.5% of the respondent 
agreed that their work is useful to them and 80.2% consider it challenging.
14. It was found that 96.7% of the respondents reported that they know what their 
responsibilities are which implied that they are qualified for the type of work they 
are doing at present.  In addition 94.4% (table 4:98) added that they know exactly 
what is expected of them.
Practical Implications
The results of the present study add to knowledge of the most important factors that 
determine job satisfaction of staff in private universities such as Nkumba and Uganda 
Christian University Mukono.  The most appropriate model to which these universities 
should concentrate in order to influence job satisfaction so as to perform better can be 
summarized as shown in Figure 1:
Figure 1 Challenges to Satisfaction of Staff in Private Universities
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•	 Improve the current remunera-
tion package
•	 Create professional concentra-
tion
•	 Provide university fund ac-
countability-transparency
•	 Link pay to performance
      Publication, and research
•	 Emphasize professional ethics
•	 Stop any dual employment 
practice
•	 Clarify the promotion policy
•	 Promote on merit 
•	 Transparent recruitment
•	 Ensure resource availability
•	 Practice time management
•	 Gender
•	 Highest formal 
education
•	 Tenure (experience)
•	 With the job itself 
•	 With high self esteem 
•	 With Security of ser-
vice
•	  With high morale
•	 Quality research and 
publication
•	 Increased focus to 
students
•	 Increased creativ-
ity and opportunity to 
develop new skills.
•	 Best use of abilities
Potential Predictors Moderators  Outcome
Satisfaction of staff   
The proposed model suggests that private universities have to revisit their reward sys-
tem.  How rewards such as pay and promotion are distributed influence the satisfaction 
of staff members.  Satisfaction is enhanced by reward systems employee view as fair 
and reasonable but reduced by systems they consider unfair or unreasonable.  Various 
characteristics of the reward system can respond to the university’s environment, help it 
accomplish its goals, and contribute to its culture (the pattern of basic assumption about 
the way the employee adapt externally and integrate internally).  Top management in 
these universities need to determine, for example, whether it will assign pay on the basis 
of the jobs held by the workers or skills or competencies that workers have.  Job-based 
pay rewards people for performing specific jobs and moving up the hierarchy, where as 
skill based programmes reward people for building more competencies and develop-
ing their skills.  Job based pay emphasizes the relationship between an individual’s job 
performance and organizational outcomes as indicated in the model.  This supports a 
culture that emphasizes bottom-line performance.  Lecturers, for example, should not 
be allowed to stay at the same rank for more than five years without any research and 
publication.
Reward systems should also consider the market position of the pay levels offered.  The 
market position chosen certainly influences the university’s ability to cope with its en-
vironment; when a tight labour market exists, organizations with an aggressive “leader” 
strategy typically fair best in searching the workers they need.  It is suggested here that 
for private universities, an effective reward system should tie rewards to performance. 
Individuals who work harder, produce more research work, or produce better quality, 
should receive greater rewards than poor performers.  It is noted however, that private 
universities do not have resources to offer enough extrinsic rewards to motivate staff to 
perform or to encourage their satisfaction.  Such universities should also consider job-
enrichment or quality-of-work life, programs as ways of increasing intrinsic rewards.
It is also noted here that the criteria used for the allocation of rewards must be clear and 
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complete.  Individual university members should know whether they receive rewards 
for level quality performance, attendance, innovativeness, or effort.
Similarly, the criteria for receipt of specific wages, benefits, and incentives must be 
clearly defined.  In the same way, university rewards should compare favourably with 
rewards in similar universities.  For the university to attract, motivate, and retain quali-
fied and competent staff, they must offer rewards comparable to their competitors.
Additionally, the model also suggests that there must be professional concentration cre-
ated.  This should be through the perceived quality of supervision.  When staff members 
perceive their supervisors as fair and competent and believe that such supervisors have 
their best interests at heart, satisfaction tends to be high.  This was perhaps the reason 
why CIAD employees ranked the best satisfied staff members followed by the School of 
Law and Business Administration.  The supervisors there are most likely to be perceived 
as fair.  In contrast, when employees view their supervisors as unfair, incompetent, or as 
pursuing self motives, satisfaction tends to be low.
The model also suggests that there must be transparency in university fund accountabil-
ity.  Transparency should not merely be in words.  It should be by action.  The ability to 
inform others of what one “thinks” does not concern them increase the level of partici-
pation in decision making.
The universities should also continue to emphasize professional ethics.  This was an 
aspect that was important in the minds of university staff but not practiced at present 
which implies that even if staff is paid poorly, they highly respect their professional. 
The model also suggests that management has to work to stop dual employment prac-
tice.  The items in this factor were concerned with having two permanent jobs at the 
same time.  Most of the respondent staff indicated that they do not practice it.  This, if 
practiced, would be unethical.
There is also need to clarify the promotion policy.  The appointment letter given should 
have a detailed promotion policy appended.  The purpose of the promotion should be (a) 
to utilize the employee skills, knowledge at the appropriate level in the university hier-
archy resulting in organizational effectiveness and staff satisfaction; (b) to develop com-
petitive spirit and inculcate the zeal in staff to acquire the skill, and knowledge required 
by higher-level jobs; (c) to develop a competent internal source of staff ready to take 
up jobs at higher levels in future; (d) to promote staff self-development and make them 
wait their turn of promotions (this reduces labour turnover)  (e) to promote a feeling 
of content with the existing conditions in the university and a sense of belongingness. 
(f) to promote interest in training, and development initiatives; (g) to build loyalty and 
boost morale and (h) to reward committed and loyal members of staff of the university.
Moreover, staff in these institutions approved promotion based on seniority, education 
level and research.  Seniority referred to relative length of service in the same job or 
similar organization.  The logic behind considering seniority as a basis of promotion is 
that there is a positive correlation between the length of service, the amount of knowl-
edge and the level of skill acquired by an employee in a university.  This type of promo-
tion gives a sense of certainly of getting promotion to every employee.
Communicate policies.  Managers play the most crucial communication role because of 

Makerere Journal of Higher Education (MAJOHE) Vol. 2, 2009
their day-to-day interaction with their employees.  Therefore private universities must 
be prepared to explain why, for example, the pay structure is designed as it is and judge 
whether staff concerns about the structure need be addressed.  An old philosophical 
question is “if a tree falls in the forest and no one is there to hear it, does it make a 
sound?”.  In compensation management an analogous question arises.  “If a new or im-
proved pay structure is a great idea but no one understands why it is great, is it really a 
great idea”.  The answer is probably “no” hence the need for communication.
Private universities should maintain the reported job clarity and good promotion prac-
tices which significantly linked to job satisfaction.  They should continue having the 
right number of qualified employees performing essential work activities in the most 
effective and efficient manner.  Job clarity typically entails building greater individual 
planning, decision making, and control into jobs as investigated here.  At the support 
staff level, it entails work simplification and minimizing relatively unsatisfying work 
activities which are felt to be repetitive, dull or routine.  Staff in these universities in-
dicated that they want to perform activities that utilize their highest-level skills.  By 
refocusing activities, employees may perform work that they find more challenging and 
which adds greater value.  Jobs may be restructured, and people take on different tasks. 
And where individuals lack the needed skills, training may be recommended.
An analysis of the most satisfied department in Nkumba University shows that Deans or 
Heads of Department are the glue that keeps systems from falling apart, from running 
down, and from spinning out of control.  Yet they are also expected to be creative and 
bring about change necessary for the growth of these institutions.  Thus, the need by all 
departments to lead by example.
There is need to develop a culture of time management and professional concentration 
and this is moderated by the above suggestions.  The day-to-day university operation 
should emphasize this so that it becomes part of its practical values.
There is an urgent need for the National Council for Higher Education to develop a 
private universities’ government assistance proposal that should be forwarded to gov-
ernment for possible assistance.  This proposal should be in respect of waving all taxes 
that private universities pay in respect of their operations.  These may be VAT on the 
loans secured by the university or income tax on employment incomes of staff mem-
bers; the provision of university grants to cater for specific areas of expenditure such as 
supplementing university staff salary; supplementing the research and publication fund; 
construction, and the general need to equip the laboratories and libraries so as to make 
the government science policy a reality.  The proposal should also suggest Guarantee-
ing private universities desirable loans and connecting them to donors for possible as-
sistance as it is done for public universities.  Government may also consider extending 
its sponsorship scheme of students to include private universities as well.  By so doing, 
staff satisfaction will be enhanced and UPE can succeed beyond the projected secondary 
level in future.
In conclusion, it must be pointed out here that although this research has focused on 
two important private universities in Uganda, it may reflect a general trend of what is 
happening in all universities that have the mission of academic excellence.  While this 
research is confined to Nkumba and Uganda Christian University – Mukono, a similar 
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research by Turyagyenda (2004) confirmed poor pay structures at Makerere University. 
Turyagyenda (2004) recommended that the pay structure of Makerere academic staff 
should be overhauled immediately in order to bring its compensation package at per 
within the region.  Therefore while the conclusion for this research might not be far 
from that, it is clear that there are very few universities (if any) in Uganda that are pro-
viding a realistic, competitive and satisfying remuneration package to its staff.  While a 
solution has been found especially for the academic staff in public universities (through 
government intervention), private universities need to look deeply into this, despite their 
weak financial capacity.  It is through responding positively that Nkumba and Uganda 
Christian University can maintain their position as strong and viable institutions.
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